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    State-owned commercial banks have witnessed great progress in completing 
administrative management systems and historic achievement in business 
developments after restructuring into shareholding enterprises. Meanwhile, the 
state-owned commercial banks have also boosted the transformation of HR 
management to build up an incorporate system consisting of position management, 
remuneration management and performance management. The HR management 
systems have been initially established, which can meet the demands of developments 
in modern financial enterprise and provide a firm foundation. 
    Traditional banking enterprises are confronted with serious competition with the 
liberalization of interest rate and the rise of E-finance when they are experiencing the 
throes of a great transition. To realize the strategic transformation, they need 
quickening the tempo of restructure. In the respect of HR management, the key is 
remuneration management, which plays an important role in the future development. 
Though those state-owned commercial banks have explored a lot in this field, there 
still exist some problems such as extensive management and poor foundation. Much 
work should be done to optimizing incentive and restraint mechanism. 
    The paper explored the remuneration management in Bank A with performance 
evaluation tools and relative theories. The result shows that the banks didn’t do well 
in assessment systems and staff engagement. And they should quicken the steps of 
consummating performance evaluation systems. The paper carries out some advices to 
achieve the goal such as originating promissory culture in performance evaluation, 
establishing a strategy-oriented system of performance evaluation transmission and 
majorization in performance evaluation on key stuff, which are to help those banks to 
enhance managerial effectiveness and increase the core competitive strength. 
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为浓厚的行政管理痕迹。随着 20 世纪 90 年代股份制银行的相继建立和发展，银
行人才竞争日益激烈，面对人员流失严重、薪酬待遇偏低，人员队伍老化等问题，
















































































年 Bemardin 和 Beatty 把绩效定义为在特定时间范围内，在特定工作职能、活
动或行为产出的结果记录。二是绩效是对结果有影响的行为和熟练程度。1987
年 Katz 和 Kahn 把绩效分为三个方面，加入组织并留在组织中；达到或超过组织
对员工所规定的绩效标准；自发地组织对员工规定之外的活动，如与其他成员合
作，保护组织免受伤害，为组织的发展提供建议，自我发展等。三是绩效是行为
和结果的统一体。1988 年 Brumbrach 认为绩效指行为和结果。行为由从事工作
的人表现出来，将工作任务付诸实施。不仅仅是结果的工具，行为本身也是结果，
是为完成工作任务所付出的脑力和体力的结果，并且能与结果分开进行判断。
1999 年 Otley 指出绩效是工作的过程及其达到的结果。2000 年 Mwita 认为绩效
是一个综合的概念，它应包含三个因素，行为，产出和结果。 






















第一阶段以财务控制为主，是在 20 世纪 70 年代以前，西方企业处以生产为
导向的工业时代，企业管理以提高生产效率为目标，典型的考核手段为杜邦分析
法、投入产出分析法和目标管理等方法。 
第二阶段为注重产品质量和客户服务阶段。20 世纪 80 年代，西方市场处于
“供大于求”，客户要求提高，传统财务指标无法真实反映企业的发展状况，促
使西方企业关注客户指标，逐步将质量成本、客户满意度等非财务指标引入企业
绩效管理。典型的考核手段为质量控制体系 ISO9000 认证、360 度考核法、价值
矩阵、KPI 等方法。 
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